The aim of this study was to investigate the relationship between organizational justice and individual resistance against the commitment to planned organizational changes. The research method was descriptive and 161 questionnaires were returned were analyzed. In order to collect information from statements Hoff and Moorman organizational justice questionnaire (2015) and a commitment to organizational change Jafarpoor questionnaire (2011) and resistance to change Jafarpoor and Sehat (2013) 
Introduction

1.
Organizations may be in response to environmental changes, start changes, and protect them which is not effective and even lead to weakness and destruction to be set. Therefore, activity detection and appropriate changes made to it is a big challenge that is not easily achieved; third, to change in organizations is a collective process. And accompanying the individuals to collective action, so that each one of them dearly in order to set targets and work demands is not an easy task. Therefore, in many cases, people with organizational changes, but also resist it, and it will fail. Given these facts, it could be said that today's managers are faced with two fundamental issues. The first is how your organization with navigation that can be better coordinated with environmental changes. And the second issue is that how energy and human resources organization would be in the direction that the realization of the goals of the organization and mission systems, personal needs are met. The importance of this issue is that less than one-third to lead to a lasting change effects and much less conducive to the fundamental, desired, and necessary changes (Foster 2008) . Now the development of understanding by organizations of resistance to change is essential because for effective change management, identify potential resources and it is vital conditions (Ford et al., 2008 ). Resistance to any major change is an inevitable reaction; thus, Levin stated that any potential changes will be met with resistance by forces other side (Alas & Sudi, 2002) .
With a brief review of the literature, we can get the general trend towards continual change, as all the songs growing organization theorists have noted changes in communities and organizations (Anderson & Ackerman, 2001) . It seems that the change in the world today is a multi-dimensional and comprehensive and regularly organizations in the economic, cultural, political, social, technology will change. So if you want to stay competitive global economy, organizations must constantly adapt itself with its external environment. On the other hand, it can be between change and how to distinguish it or consequences of changes (Stacy, 2006) . Thus, for each change, the question arises as to how to respond to changes. On the other hand, many researchers have emphasized that individual commitment to change, is an essential component in efforts for organizational change. Thus, according to Klein et al, commitment to change the implementation of innovations in organization placed at the center (Klein & Sorra, 1996) .
Agencies such as the police are not excluded from rule changes and as many organizations keep pace with environmental change, the need for change in various areas including organizational structure, human resources, equipment and facilities there. At the same time, for some reason, these changes can be far more important than changes in other organizations. Because the security and survival of other organizations to advance their various activities, related to the protection and security in the society. The study of long-organizational changes and their consequences, as well as resistance to it can have an undeniable importance.
Justice also plays an important role in organizational dynamics and relationships that leader-follower relationships, citizenship and individual response to the changes that will occur. Organizational justice is also associated with human resources because it has no effective role in the development of philosophical development of human resources and personnel can better understand organizational change, effective and useful. Organizations today are faced with change. The finding of the relationship between organizational justice and individual resistance to organizational change is the most important problem the researchers tend to do research.
Methods
2.
This paper is a type of applied method. The study also is considered descriptive in terms of methodology. The statistic population in this study is the employees of eight police stations in Kurdistan province who worked to answer questions, to 297 people. In order to select a sample of stratified random, sampling method was used. Which means the police after identifying ways of Kurdistan, a number of them selected at random and then randomly selected from each of the units to a number of employees were given the questionnaire. Cochran formula was used to determine the sample size that has been calculated on the following points:
Cochran formula: = Variance Estimation = 0.5 N= Population size N= 297 d= Potential efficiency d= 0.05 t= number of standard error for the coefficient of 95% t= 1.96 n= sample size for approx. n= 167.501 After placing the numbers in the formula, sampling, sample size was n= 167,501, which is approximately 167 people. Thus, 167 questionnaires were distributed and 161 were returned and were analyzed.
Data collection is through distribution of questionnaire which was done by researcher being present in executive agencies in the city of Orumieh and they were collected at the same time.
In this study, to collect data from the population and to test hypotheses of this study. The subjects of organizational justice questionnaire, Niehoff and Moren (1993) 4 after communication justice to number five questions, five questions of procedural justice, distributive justice 5 questions and 3 questions to justice, information, and individual resistance Jafarpoor and Sehat questionnaire (2013) , which has low motivation to change dimensions 3 questions, passive response to question number 3 to number 2 questions wrong perceptions and lack of creative answers the number 3 questions and the commitment to organizational change Jafarpoor (2011) the commitment to change the number 3 questions for emotional and normative dimensions of continuous use.
To determine the validity (content validity) questionnaire was initiated consultations with advisors and some experts using their reform in terms of the number of questions in the questionnaire, remove, modify, and were added and was then approved by the supervisor.
The reliability of Organizational justice questionnaire has been obtained 0.84 using Cronbach's alpha test. The validity of the questionnaire was confirmed by professors. As well as the validity of the questionnaire through Cronbach's alpha coefficient was calculated based on the results of SPSS. α= 0.810 which is the reliability of questionnaire. According to the objectives, nature and subject of the feasibility study and a researcher in this research is descriptive and inferential statistics were used. In the first part demographic characteristics were assessed. In the second part of the Kolmogorov-Smirnov test to examine the normality of the dependent variables, Pearson r correlation parametric statistical tests has been used to determine the relationship between independent and dependent variables.
Results and Findings 3.
Kolmogorov-Smirnov Test
Kolmogorov-Smirnov test was used to verify the normality of the variables. Its results are as follows in Table 1 . Table 2 , it can be seen that in two significant level domain, such as Pearson correlation coefficient r test calculated to cause organizational justice and affective commitment to organizational change is 0.361. We can say with approximately 95% that there is a significant positive relationship between distributive justice and a commitment to organizational change. Therefore, H0 hypothesis is rejected and H1 is confirmed. Table 3 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test, justice and commitment to organizational change is 0.444. We can say with approximately 95% that there is a significant relationship between organizational justice and continued commitment to organizational change. Therefore, H0 hypothesis is rejected and H1 is confirmed. Table 4 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test for organizational justice and normative commitment to organizational change is 0.446. We can say with approximately 95% that there is a positive relationship between organizational justice and organizational change is normative. Therefore, H0 hypothesis is rejected and H1 is confirmed. Table 5 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test for resistance to change and emotional commitment to organizational change is 0.332. We can say with approximately 95%, there is a positive relationship between resistance to change and emotional commitment to organizational changes. Therefore, H0 hypothesis is rejected and H1 is confirmed. Table 6 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test for resistance to change and continuous commitment to organizational change is 0.409. We can say with approximately 95%, there is a positive relationship between resistance to change and continuous commitment to organizational changes. Therefore, H0 hypothesis is rejected and H1 is confirmed.
First hypothesis
Second Hypothesis
Third Hypothesis
Fourth Hypothesis
Fifth Hypothesis
Sixth Hypothesis
There is a significant relationship between resistance to change and normative commitment to organizational change. H1 There is no significant relationship between resistance to change and normative commitment to organizational change. H0 Table 7 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test, for a great cause, happiness, self-satisfaction and normative commitment to organizational change is 0.423. We can say with approximately 95%, there is inverse relationship between resistance to change and normative commitment to organizational changes. Therefore, H0 hypothesis is rejected and H1 is confirmed. According to Table (8) , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test for organizational justice and a commitment to organizational change is 0.609. We can say with approximately 95%, there is a significant positive relationship between organizational justice and organizational commitment to change. Therefore, H0 hypothesis is rejected and H1 is confirmed. Table 9 , it can be seen in two significant level domain, such as Pearson correlation coefficient r calculated test for resistance to change and a commitment to organizational change is 0.012. We can say with approximately 95%, there is relationship between resistance to change and commitment to organizational change. Therefore, H0 hypothesis is rejected and H1 is confirmed.
First Main Hypothesis
Second Main Hypothesis
Discussion and Conclusion 5.
First hypothesis: there is a significant relationship between organizational justice and affective commitment to organizational change.
By collecting and analyzing the data, it was found that a significant relationship between organizational justice and organizational changes associated with affective commitment to Dard. calculated Correlation is 0.361.The results of testing this hypothesis is consistent with the results Dehghanian et al (2014) and Jafarpoor and Sehat (2013) .
Based on the first secondary hypothesis, organizational justice has a direct relationship with affective commitment to organizational change. The results indicate a significant positive relationship between organizational justice and affective commitment and organizational justice increase to improve this aspect of organizational commitment among the employees of the Kurdistan Province police.
This means that employees and managers committed to change people's perception of organizational justice is linked directly to the understanding of organizational justice. If the organization wants to follow its change, it must first examine the dimensions and indicators of organizational justice, and then fix the shortcomings and realize the ideal situation. According to the definition of emotional commitment, which indicates emotional attachment to the organization and is defined as dependency and attachment to the organization by accepting the organizational values and desire to remain, the organization should endeavor to rate this index grow and promote the involvement of people with different stimuli.
The second hypothesis: there is a significant relationship between organizational justice and normative commitment to organizational change.
By collecting and analyzing data it was clear that there is a significant relationship between organizational justice and commitment to organizational change. The calculated correlation coefficient is 0.444. The results of testing this hypothesis is consistent with the results Dehghanian et al (2014) and Jafarpoor and Health (2013) .
Since the continued commitment includes costs resulting from leaving the organization, person's desire to stay in the organization shows that he needs that work to make it and nothing else can do. Injustice and unfair distribution of the achievements and outcomes lead to reduced employee morale and the morale of their efforts and activities; So injustice and password to survival and sustainability of the development organization, staffing, it is therefore the responsibility of management, preservation and development of fair behavior in managers feeling of justice on staff. Justice, particularly in management practices with employees (bonus distribution, sponsorship relations, promotion and appointments) for staff is important, so this increases the continuous commitment of the staff and their willingness to stay in the organization.
The third hypothesis: there is a significant relationship between organizational justice and organizational normative commitment to organizational change.
By collecting and analyzing the data, it was found that there is a significant relationship between organizational justice and normative commitment to organizational change. The calculated correlation coefficient is equal to 446.0. The results of testing this hypothesis are consistent with the results Dehghanian et al (2014) and Jafarpoor and Sehat (2013) .
One of the many reasons that cause our valuable employees to be sensitive justice, is moral aspects. Employees feel great on fair treatment since because they thought that being fair is more ethical behavior, and unfair behavior is immoral. The sense of justice in the attitude, not only affects skills and behaviors within the organization but also greatly affects their approach with external stakeholders particularly customer. And even customers deal with people and organizations are also affected.
Normative sense refers to obligation and duty of the individual to continue to work in an organization to pressure.
When employees feel injustice, he or she likely reacts negatively to his supervisor rather than organization. It is anticipated that the employee is dissatisfied with the direct supervisor instead of the entire organization and employee feels less normative commitment to the organization than the supervisor. Such negative attitudes predominantly is towards the head and a small part of these negative attitudes go back to the organization. The fourth hypothesis: there is a significant relationship between resistance to change and emotional commitment to organizational change.
By collecting and analyzing the data, it was found that there is a significant relationship between the resistance to change and emotional commitment to organizational change. The calculated correlation coefficient is equal to 0.332. The results of testing this hypothesis are consistent with the results Dehghanian et al (2014) and Jafarpoor (2011) .
Resistance is an inevitable response to any major change. Individuals naturally rush to the defense of the status quo, especially if they feel their security or status are at risk. If management does not understand, does not accept and do not attempt to work with the resistance, this could be a good-humored even the most difficult and also the most comprehensive changes. One factor that predicts whether people accept or resist change is the change in their interest or against their own interests. These factors are among the rational resistance to change element.
Generally, people who are trying to defend its independence, authority applied against those who have them show resistance. There are many reasons for resistance to change in the organization. When employees feel they do not have the power to impact on the organization's future and responses to change, their response will be higher. Commitment to change is the most powerful type of commitment and into the points. Affective commitment is belonging and emotional heart and their willingness to support change and describes the efforts of the employees in this case and support the changes and to ensure the success of change, efforts would be double. Hence, these two variables have a direct relationship with each other and the height is more emotional commitment among employees, more commitment to organizational change.
The Fifth hypothesis: there is a significant relationship between resistance to change and continuous commitment to organizational change. Two significant level domain, such as Pearson correlation coefficient r calculated test for resistance to change and continuous commitment to organizational change is 0.409. We can say with approximately 95%, there is a positive relationship between resistance to change and continuous commitment to organizational changes. Therefore, H0 hypothesis is rejected and H1 is confirmed. The results of testing this hypothesis are consistent with the results Dehghanian et al. (2014) and Jafarpoor (2011) .
The continued commitment Shows that employees are committed due to lack of awareness of the negative consequences and costs of participation in change. In the study of reactions that people show against the organizational change, the commitment to change not only reflects the positive attitude to change but also reflects adapting to change behaviors, decision to support change, desire to work for the successful implementation of change.
Organizational change is usually caused by external factors prompted the organization. These factors include: significant reduction in financing, development of new large markets, require a significant increase in productivity and service, or the presence of a strong competitor on the market. Notably, in order to upgrade to a different level in their life cycle, organizations must apply extensive changes. Such changes may also be present in the form of the transition to a new chief executive which he could dominate the new characters and their unique across the organization to change the universally established.
The Sixth hypothesis: there is a significant relationship between resistance to change and normative commitment to organizational change. Two significant level domain, such as Pearson correlation coefficient r calculated test for a worthwhile cause, happiness, satisfaction and commitment to organizational change is -0.423. We can say with approximately 95%, there is a positive relationship between resistance to change and normative commitment to organizational changes. After assuming H0 is rejected and H1 is confirmed. The results of testing this hypothesis are consistent with the results Dehghanian et al. (2014) and Jafarpoor (2011) .
The first main hypothesis: there is a significant relationship between organizational justice and organizational commitment to change. Two significant level domain, such as Pearson correlation coefficient r calculated test for the cause of justice and commitment to organizational change is 609.0. We can say with approximately 95%, there is a significant positive relationship between organizational justice and organizational commitment to change. After assuming H0 is rejected and H1 is confirmed. The results of testing this hypothesis are consistent with the results Dehghanian et al (2014) and Jafarpoor and Sehat (2013) .
This means that employees and managers being committed to change people's perception of organizational justice is linked directly to understanding of organizational justice by individuals. If an organization wishes to follow changes, it must first assess the dimensions and indicators of organizational justice, and then fix the shortcomings and realize the desired state, charged with adultery. Organizational Justice and promoting organizational commitment are among the needs of strategic, long-term success and survival. By achieving a solid understanding of how to influence organizational justice, organizational commitment and to identify the factors and components affecting organizational commitment, administrators have the ability to manage the appropriate measures to enhance organizational commitment, planning and supervise. Therefore, the present study deals with this issue in the Kurdistan Province Police. The results showed that organizational justice and its dimensions, the increase organizational commitment and significant positive effect the Kurdistan Province Police. The results showed a positive and significant relationship between organizational justice and commitment, emotional and normative commitment and organizational justice increase improves the three dimensions of organizational commitment among the employees of the police. Notably, the findings indicate that each of the dimensions of organizational justice (distributive justice, procedural justice and interactional justice) in the presence of other aspects have a positive and significant relationship with organizational commitment. This means that these dimensions can improve the field of organizational commitment among police personnel to provide the Kurdistan Province Police.
The second main hypothesis: there is a significant relationship between the resistance to organizational change and commitment to organizational change. Two significant level domain, such as Pearson correlation coefficient r calculated test for resistance to change and a commitment to organizational change is 0.012. We can say with approximately 95%, there is a relationship between resistance to change and there is a commitment to organizational change. Therefore, H0 hypothesis is rejected and H1 is confirmed. The results of testing this hypothesis with the results are consistent with Dehghanian et al (2014) , but it is not consistent with Jafarpoor (2011) .
The change means that the new situation is different of the former situation. People change the view that the organization should consider an opportunity and realize it. Some of the factors causing change-such as government agencies, competitors, new technologies, customer, market forces and society in general -outside the organization. Some changes have emanated from within the organization including the rise of new manager, the application of new technologies, organizational restructuring, displacement of people and different forces work. The process of change under the effect of land-based phenomenon puts it began the process of change slows or delays. Surely an organization called inertial barriers to change. This phenomenon may hinder the implementation of change, suspend it, or increase the costs. Typically, barriers to change has the origin of the cross-organizational such as government regulations, market conditions, the country's political situation or within organizations.
